by specific behaviors, the gender gap widens: Men often report not being upset by, and even enjoying, a variety of behaviors that women
 (Gutek, 1985; USMSPB, 1981 USMSPB, , 1988  Martindale, 1990) 
Legal definitions
According to historical writings, sexually harassing behavior has long been a problem (e.g., Segrave, 1994 (Farley, 1978;  MacKinnon, 1979 Saxbe, 1976 (Fitzgerald et al., 1988; Fitzgerald et al., 1995a (USMSPB, 1994; Blumenthal, 1998; Rotundo, Nguyen, and Sackett, 2001 (Berdahl,2007a; Berdahl et al., 1996; Gutek, 1985 (Segrave, 1994 (Arvey and Cavanaugh, 1995; Magley et al., 1999a (Berdahl, 2007c; . Moreover, when men are harassed, it often involves punishment for deviating from traditional masculine gender roles (Berdahl et al., 1996;  Oncale v. Sundowner Offshore Services, 1998; Waldo et al., 1998 (Franke, 1997; Schultz, 1998) . That is, 'much of the time, harassment assumes a form that has little or nothing to do with sexuality but everything to do with gender' (Schultz, 1998 (Schultz, : 1687 (Munell, 1996: 56 (Gutek et a1.,2004 (Fitzgerald et al., 1999b) , Latinas (Cortina, 2001 ),Turkish women (Wasti et a1., 2000) , and men (Waldo et al., 1998; Berdahl and Moore, 2006) .
At the same time, the factor structure of the SEQ (gender harassment, unwanted sexual attention, and sexual coercion) has remained stable across time, culture, and occupational sector, despite variations in the specifìc items assessing each construct (Gelfand et al., 1995; Lee and Ormerod, 2003 (Berdahl,2007b However, research shows that women are sexually harassed more in male-dominated than female-dominated work contexts (Berdahl, 2007a; Glomb et al., 1999; Grubcr, 1998; Mansfield et al., l99l) . It might be the amount of contact a woman has with men, rather than occupational sex ratios, that best predict women's likelihood to be sexually harassed (Gutek et al., 1990; Gruber, 1998) .
A second perspective is that negative attitudes toward women drive sexual harassment.
Theorists have long argued that sexual harassment is a form ofhostility and aggression toward women in the worþlace (e.g., Farley, 1978; Franke, 1997; MacKinnon, 1979; Schultz, 1998 A third perspective offers a combination of the first two: Sexual harassers are motivated by sex roles and sexist hostility (Fiske and Glick, 1995) . Based on their theory of ambivalent sexism, Fiske and Glick (1995) suggested that:
( 1) The fact that sexual coercion, unwanted sexual attention, and gender harassment are highly correlated (e.g., Fitzgerald et al., 1995a; Schneider et al., 1997) supports this assertion as well as the possibility that all forms of sexual harassment share a common root.
The power perspective:
Structural design
The power perspective views sexual harassment as the result of power inequality that enables harassers to sexually coerce and objectify those 'beneath' them in a hierarchy (e.g., Farley, 1978; MacKinnon, 1979) . Power inequality facilitates sexual harassment, and sexual harassment reinforces power inequality. Advocates of this perspective rarely articulate the direct motives of harassers, but usually assume that harassers are motivated by sexual desire, a desire to dominate the victim, orboth.As Farley (1978: 207) argued, [F] emale oppression at work is the result of nearly universal male power to hire and fire. Men control the means of economic survival. This control, however, is also used to coerce working women sexually. Institutionalized male power has thus created its own means of maintain¡ng its superior position.
Different types of power may enable sexual harassment (Berdahl et al., 1996; Cleveland and Kerst, 1993; Farley, 1978; MacKinnon, 1979 (Berdahl, 2007b; Berdahl et a1., 1996;  Dall'Ara and Maass, 1999;  Franke, 1997; Maass et al., 2003; Schultz, 1998 'not tough enough'or 'overly sensitive' in male-dominated jobs (Berdahl and Moore, 2006 (Barling et al., 2001; Berdahl, 2003; Gettman and Gelfand, 2007 (Gutek, 1985; USMBSP, 1987 (1 ege)
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Schneider et al. (Berdahl, Magley, and Waldo, 1996) ,'bothersome,''stressful' (Berdahl, z00ib), or 'upsetting' (Cochran et al., 1997) .
In fact, some men describe these behaviors as 'welcomed' and even 'tun and flattering' (Berdahl, 2007b; Gutek, 1985) . Moreover, studies find harassed women vs. men to report worse outcomes, in terms of negative mood and turnover intentions (Barling et al., 1996) , disordered eating (Harned and Fitzgerald, 2002) , over-performance demands (Parker and Griffin, 2OO2), and longitudinal efl-ects on anxiety, problem drinking, job stress, job burnout, and tumover intentions (Freels et al., 2005, Magley, Cortina and Kath, 2005) . In stark contrast with this prior work, Vogt et al. (2005) (Gutek, 1991) , and it privileges sexualizecl actions while neglecting the more common, s¿*isr forms of hostility (Schultz, 1998; policies for them to be effective (Gutek, 1997;  Gruber, 1998; Reese and Lindenberg,1997; Riger, 1991 ; Rowe, 1996; Stokes et al., 2000) .
Few empirical studies have evaluated the impact of such policy-making. One notable exception is Gruber (1998) (Gutek, 1997; Riger, 1991; Rowe, r996 (Rowe, 1996 (Gutek, 1997 ; Rigea l99l; Rowe, 1996) .
Many victims do not want to lodge a formal complaint, set an investigation into motion, or see their harasser punished; they simply want the offensive behavior to end (Fitzgerald et al., 1995c (Riger, l99l; Rowe, 1996 (Riger, l99l; Rowe, 1996) , and they tend to be less public, confrontational, and litigious (Gutek, 1997 (Riger, 1991) .
A general recommendation about harassment complaint procedures is that choices be available to complainants, including a choice among multiple procedures (both informal and formal), and choices among multiple 'complaint handlers' with different ethnicities, sexes, and positions in the organization (Gutek, 1997; Reese and Lindenberg,2004;  Rigea l99l; Rowe, 1996; Stokes et al., 2000) .
Sexual harassment training
As with reporting procedures, sexual harassment training initiatives also vary tremendously. Some (Antecol and Cobb-Clark, 2003; Bingham and Scherer, 2001 ). Other outcomes include satisfaction with the organization's harassment policy or complaint procedures (Magley et al., 2004; Reese and Lindenberg, 2004) , lowered victimblaming or harassment{rivializing attitudes (Lonsway et a1., 2008; Magley et al.,2004) , and greater belief that sexual behavior is inappropriate in the worþlace (Bingham and Scherer, 2001) . The USMSPB (1994) found that employees working in lederal agencies providing sexual harassment training described less 'uninvited and unwanted sexual attention.' This effect was strongest lor agencies that trained ø/l employees.
We could locate only one study providing direct evidence that sexual harassment training affects men's behavior toward women, at least in the short run. Perry et al. (1998) showed male participants a training video on either sexual harassment or sign language, followed by a golftraining video. Participants then trained a female confederate on how to putt. (Barling et al., 2001; Gettman and Gelfand, 2007 (Berdahl,2007b; Berdahl, 2007c; Perry et al., 1998; Pryor, 1987; Pryor et al., 1993 Cortina et a1.,2002; Lim and Cortina, 2005) .
A fìnal intervention aims to prevent sexual harassment by overhauling the structures that support it. The recommendation itself is quite simple: employ more women, promote more women, and integrate more women into every level of the organization. The goal should be a'well-integrated, structurally egalitarian workplace,'in which women and men equally share power and authority (Schultz, 2003: 2071). Supporting this recommendation is empirical research linking male-skewed sex ratios to sexual harassment (e.g., Berdahl, 2OO7a; Gruber, 1998) , stereotyping, and discrimination (see Kanter, 1977; Whitley and Kite, 2006 Maass et al., 2003; Pryor, 1987; Schneider et al., 2001; Woodzicka and LaFrance, 2001) (Cortina, 2001; Fitzgerald et al., 1999b) , or the gendeÊrole-deviation harassment (e.9., Berdahl and lvloore, 2006; Konik and Cortina, in press) identified in some administrations of the SEQ. Readers should note, however, that these are all subdimensions of gender harassment that emerged with the addition of new items. Thus, the hiqher-order tripartite factor structure of the SEQ has remained qu¡te constant for over a decade.
